This study aimed to discover the impact of Islamic values implementation on organizational commitment to the practice of Human Resource Management (HRM) at University of Muhammadiyah Malang (UMM). Islamic values are established on the principles of Islamic wisdoms, namely the faith, sharia and morality. Organizational commitment as a practice of employee behavior towards the organization comprises loyalty and achievement of the vision, mission, values and organization goals. Organizational commitment includes affective commitment, continuance commitment, and normative commitment. This study employed a qualitative approach and was conducted at University of Muhammadiyah Malang (UMM). The subjects of this study were the employees of UMM. The type of data used were primary and secondary data which were obtained through interviews, observation and documentation. Subsequently, the entire data were analyzed by applying qualitative descriptive technique. The results revealed that the implementation of Islamic values had an impact on the organizational commitment primarily to the practice of Human Resource Management for employees at UMM. HRM practices include the employee recruitment processes which requires prospective employees to have strong and trustworthy personality (Surah An Nahl verse 78; Al Qashash verse 26; Al Anfaal verse 27), the employee selection process that looking for candidates who meet the essential requirements of honest, strong, and knowledgeable (Surah Al Baqarah verses 249-250; Al Anfaal verse 60), employees training and career development (Surah Al Baqarah: 30), performance appraisal (Surah Al Kahf: 87-88), and compensation (Surah Al A'Raaf: 85).
Introduction
Organization as a system of formal, structured and coordinated union of a group that cooperates in achieving certain goals (Hasibuan, 2014) has several elements, i.e. human, cooperation, mutual goals, equipment, environment, natural resources and organizational mental framework / construction. 2nd 
ICIEBP
The success of an organization in achieving the goals and objectives and the ability of the organization in addressing external and internal challenges, is determined by the ability to manage human resources appropriately. Problems of self-development, fairness, reasonableness, expectations, suitability of work with individual's characteristics, and organizational behavior issues are an important part of human resource management (Siagian, 2014) .
Human resource management (HRM) is a planning, organizing, mobilization and supervision of procurement, development, compensation, integration, maintenance and termination of employment with the aim of achieving the objectives of an integrated corporate organization (Umar, 2010 ).
In the field of education, such as universities, human resources are educators (lecturers) and educational workforces (employees of the administration, librarians, and technicians). The Education Performance is a united system in educational organizations, which consists of a number of components namely input, process, output and outcomes. The input components are categorized into two, namely raw input (students) and instrumental input (curriculum, infrastructure, cost, lecturers and employees). As an instrumental input, the existence of lecturers and employees are very strategic since they are determinant factors to bring students become more meaningful outcomes in society. (Ulfatin & Triwiyanto, 2016) In terms of empowering human resources of an organization, the pattern and atmosphere of the work climate in the organization are the main dominant factors. Leadership policy is very influential on improving employee performance. Work activities climate can be created, and it all depend on how superiors and subordinates can create a healthy direct interaction.
Higher Education Institutions as an organization surely requisite employees who are creative, have great performance, productive, and committed to reach and maintain competitive advantage (Malik & Naeem, 2011) . Excellence education can be achieved through universities management that adapt Islamic rules and norms and values in daily work activities. Hence, in order to carry out the institutional management as a mandate, resources are desired to become good role models (uswah hasanah).
It is essential also for an organization to manage their internal environment in order to produce valuable innovations. This will be realized if the organization has conducive cultural values. Culture is a very important factor in improving the effectiveness of the organization. Organizational culture can be an instrument of major competitive advan- Faith (akidah) is a substance that must be believed by the heart, to reassure the soul, and become a belief that does not blend with doubt. The characteristics of Islamic faith are pure, both in the content and the process, which is only God who is obliged to be believed, recognized and worshiped. That belief is not allowed to be transferred to others at all, because it will result in a partnership that affects the motivation of worship which is not entirely based on the call of Allah SWT. This Akidah is manifested in the sentence thoyyibah (laa Ilaaha illallah/ there is no God but Allah). In the process, this belief must be straight, without mediators. Such a faith that will produce an exclusive devotion only to God, free spirited, independence and not submissive to humans and 
Affective commitment
This commitment refers to the emotional relationship of members to the organization.
People want to continue working for the organization because they agree with the goals and values in the organization. People with a high level of affective commitment have a desire to stay in the organization because they support the goals of the organization and are willing to help to realize these goals.
Continuance commitment
This commitment refers to the employee's desire to stay in the organization because of a calculation or analysis of profit and loss where the perceived economic value of surviving in an organization is compared to leaving the organization. The longer employees stay with their organizations, the more they are afraid of losing what they have invested in the organization so far.
Normative commitment
This commitment refers to the feelings of employees where they are required to remain in their organization because of pressure from others. Employees who have a high level of normative commitment will pay great attention to what others say about them if they leave the organization. They do not want to disappoint their superiors and are worried if their coworkers think badly of them because of the resignation.
Human resource management
Human Resources Management (MSDI) in Islam is all the resources that are used for worship to God, not for others. With the sense of accepting the mandate from God, the ability that is possessed will be enhanced and carried out in order to carry out the mandate carried out. The characteristics that will be reflected in good human resources 
Recruitment
Recruitment is the process of finding prospective employees, which comprises a series of activities that done to decide whether the applicant is accepted or not (Fahmi et al., 2013) . Employee recruitment requires two conditions, namely: "tough and trustworthy".
Prospective employees have strengths including strong aqidah (quatul aqidah), intelligent (quatul fikr), far-sighted insight (tsaqofah), intelligent conscience (quatul ruhiyah) and professional work (itqon).
Selection
Employee selection is a key activity to determine the development of an organization.
Leaders must be selective in choosing prospective employees, they ought to be competent, have broad knowledge, sense of responsibility and trustworthiness (amanah/ trust). Being honest, tough, reliable and trustworthy and knowledgeable is an absolute requirement in selecting the appropriate personnel to occupy and carry out a job.
Employee training and development
Career development is a condition that indicates an increase in the level or status of someone in their work so can meet needs. The purpose of all career development programs is to adjust the needs and goals of employees with career opportunities available in the organization today and in the future (Widodo, 2015). As stated by (Rivai & Basri, 2005 ) that a well-designed career development will assist employees to decide their own career needs, and adjust between the needs of employees and organizational goals.
Performance assessment
Performance is the result of the accomplishment of a work both physical and nonphysical (Nawawi, 2008) . Performance is the work achieved by a person or group of persons within an organization, in accordance with their respective powers and responsibilities in an effort to achieve the objectives of the organization in a legal, unlawful manner and in accordance with the norms and ethics (Prawirosentono, 2010) . Another similar definition suggested by (Irawan, 2000) . He define employee performance as the work of an employee which must be shown the evidence concretely and can be The degree to which employees have a working commitment with the company and the responsibility to the company.
Compensation
According to (Umar, 2010) 
Research approach
This research applies phenomenology approach by examining the experiences that are consciously experienced by the respondent (conscious experience). Phenomenology reveals how humans experience their lives in the world. Qualitative research of phenomenology can be done with three phases of contemplation i.e. apoche (parentheses), phenomenology reduction and dialectical thinking ability (Wirawan, 2012 ).
Data analysis technique
This research uses 3 (three) techniques of qualitative data analysis, i.e.:
Data reduction
Researchers do the steps of summarizing, choosing the essentials issues, focusing on the important objects, looking for themes and patterns, and eliminating unnecessary things. The process of data reduction is done by researchers continuously while doing research to generate core records of data obtained from the results of data extracting.
Data presentation
The researchers perform data presentation by providing a set of arranged information that provides possibility of conclusion because the data obtained during the qualitative research process is usually narrative, requiring simplification without reducing the content.
The researchers complete the data presentation to be able to see the whole picture or certain parts of the entire depiction. At this stage, the researchers classify and present the data in accordance with the subject matter that begins with the coding on each sub-topic of the problem. 
Conclusion withdrawal
Researchers express the conclusions of the data that has been obtained. In this conclusion step, the researchers look for the meaning of data collected by try to find the relationship, equation, or difference.
Researchers make a conclusion by comparing the suitability of statements from research subjects with the meaning contained with the basic concepts in this study.
Conceptual framework
The conceptual framework showed the relationship between Islamic Values and HRM practices and their impact on employees organisational commitment.
Beginning with recruitment, selection and advancing to performance appraisal in 
Practices of selection at UMM
The guidelines and legal basis for the implementation of the UMM employee selection system is determined by the Rector Decree related to the selection assessment system, the formation of the Selection team, the microteaching assessment team, the AIK (knowledge of Islam and Muhammadiyah) selection, interviews and Psycho test.
There are 3 (three) categories in the orientation implementation for prospective employees at UMM, based on the employment status hired in the selection, namely: (1).
Orientation for prospective foundation permanent lecturers. The practice of training and career development at University of Muhammadiyah
Malang is in accordance with the word of God in the Qur'an Surah Al Baqarah: 30.
Discussion
Islam as one of the religious is call for the good human behavior and dealing in a matter
of Islamic values such as Faith (akidah), Sharia, and Akhlaq (moral). Understanding the human resource practice with implementing of Islamic values help the organization to increase the commitment and plan for long future.
The conceptual framework showed and confirmed a simplified model for the impact of islamic values implementation on organizational commitments to human resources management practices at University of Muhammadiyah Malang.
